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Abstract:   
The study examines whether perceptual differences exist 
in management behaviors performed by men and women. 
The study also examines whether men and women 
working on managerial developmental goals in the 
workplace are perceived differently. The observed 
differences are interesting. 
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Learning and Performing Management  
Behaviors – Who Are Better, Men or Women? 

Q uestion #1: Are men or 
women perceived to be 

better at important manage-
ment behaviors? 
 

 
Results: The co-worker assessment 
of effectiveness immediately follow-
ing the leadership development train-
ing experience was analyzed. For 
purposes of this analysis, a differ-
ence in ratings of 0.25 to 0.49 when 
comparing men to women was con-
sidered a slight difference. A differ-
ence of 0.50 or higher was consid-
ered a noticeable difference. (The 
interval 0.50 represented half a stan-
dard deviation). In all but one cate-
gory (Communications), the average 
ratings for women were higher than 
for men. For Communications, the 

Table 1 

The Analytical  
Process 

Goal Category 
 

Men 
 

Women 
 

Difference 
(W-M) 

1. Relationships (64%) 2.80 3.08 0.28 

2. Communications (61%) 3.40 3.14 (0.26) 

3. Awareness/Learning/Development (53%) 2.67 2.79 0.12 

4. Conflict Management (47%) 2.99 3.19 0.20 

5. Subordinate Support & Development (47%) 2.84 3.12 0.28 

6. Teamwork (46%) 2.84 3.35 0.51 

7. Personal Presence (46%) 2.69 3.07 0.38 

8. Balance/Flexibility/ Time Management (45%) 2.66 2.88 0.22 

9. Decision Making/Follow Through (37%) 2.97 3.21 0.24 

10. Supervision/Administration (37%) 2.99 
 

3.02 
 

0.03 
 

The sample for this study was 2,724 
middle-level and higher managers at-
tending leadership development pro-
grams (1995-1997) through either Dis-
covery Learning, Inc. or the Center for 
Creative Leadership. Of all participants, 
28% were women and 72% were men.  
 
The managers used a goal-setting and 
learning-assessment tool, GoalGetter, to 
identify and to establish follow-up goals 
at the end of their leadership develop-
ment training experience. The managers 
were allowed to select from over 325 
goals organized into 25 categories. Each 
participant could select up to ten goals 
but was encouraged to consider no more 
than five. Multiple goals could be se-
lected from the same category. The 
managers were assessed for effective-
ness by co-workers on their selected 
goals upon returning to work from their 
leadership development training experi-

average rating for men (3.40) was 
slightly higher than for women 
(3.14). Across the top ten goal cate-
gories, the average ratings for men 
were all below 3.0 except for the 
category of Communications. The 
average ratings for women were all 
above 3.0 except for the categories 
of Awareness/Learning/
Development, and Balance/
Flexibility/Time Management. 
 
Women and men shared three of 
their four top-rated categories. Men 
were rated highest on Communica-
tions (3.40), Conflict Management 
(2.99), Supervision/Administration 
(2.99), and Decision Making/Follow 
Through (2.97). Women were rated 
highest on Teamwork (3.35), Deci-
sion Making/Follow Through (3.21), 

Conflict Management (3.19) and Com-
munications (3.14). 
 
Conclusions: While men were per-
ceived to be slightly more effective than 
women at communications-related 
management behaviors, women were 
rated higher than men on all the other 
categories. Teamwork was rated no-
ticeably higher and the categories of 
Relationships, Subordinate Support & 
Development, and Personal Presence 
were rated slightly higher. 

Pre-rating of Effectiveness 
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Question # 2:  
Are men or women better 
at implementing their self-
selected developmental 
goals? 
 

 
Results: As with the first analysis, 
a 0.50 improvement from the first 
effectiveness measure to the sec-
ond equaled half a standard de-
viation, so this level or above was 
considered a noticeable improve-
ment. Women made noticeable 
improvements in all categories 
except Supervision/Administration 
where their improvement was 
slight. Men made noticeable im-
provements in all categories ex-
cept Awareness/Learning/
Development (slight improve-
ment), and Communications. 
 
Men and women both had their 
highest improvement ratings in the 
same category: Balance/

• In this population, did the women 
have to perform at a higher level 
than men did to hold the positions 
they did? 

Flexibility/Time Management 
(women, 0.89; men, 0.79). The sec-
ond highest improvement rating for 
women was in the area of Aware-
ness/Learning/Development (0.80). 
In both of these categories, women 
were rated lowest in the initial as-
sessment. Relationships (0.76) and 
Communications (0.73) rounded out 
the top four improvements for 
women. For men, the category of 
greatest improvement was also the 
one in which they received their low-
est initial assessment. Their top four 
categories of improvement also in-
clude Personal Presence (0.79), Re-
lationship (0.77), and Decision Mak-
ing/Follow Through (0.76). 
 

Goal Category 
Percentage of all managers selecting one or more goals 

from the category. Top ten goals represent 75% of all 
goals selected. 

Men 
Amount of 

improvement 
from pre- to 
post-rating 

Women 
Amount of 

improvement 
from pre- to 
post-rating 

 
Difference 

(W-M) 

1. Relationships (64%) 0.77 0.76 (0.01) 

2. Communications (61%) 0.15 0.73 0.58 

3. Awareness / Learning / Development (53%) 0.36 0.80 0.44 

4. Conflict Management (47%) 0.71 0.60 (0.11) 

5. Subordinate Support & Development (47%) 0.73 0.62 (0.11) 

6. Teamwork (46%) 0.51 0.68 0.17 

7. Personal Presence (46%) 0.79 0.69 (0.10) 

8. Balance / Flexibility / Time Management (45%) 0.79 0.89 0.10 

9. Decision Making / Follow Through (37%) 0.76 0.71 (0.05) 

10. Supervision / Administration (37%) 0.56 
 

0.42 
 

(0.14) 

Women made a noticeably greater 
improvement than men did in the 
areas of Communications and 
Awareness/Learning/Development. 
Both men and women had similar 
levels of improvement in all other 
categories. Over all ten categories, 
the average rating improvement for 
women was 0.69 and for men was 
slightly lower at 0.61. 
 
Conclusions: Overall, the women 
made more measurable progress on 
the goals they selected than did the 
men. Women made the most pro-
gress in areas where their initial as-
sessment was lowest. This was less 
so for men than for women.  

Table 2 

Questions raised by this analysis: 

• Do men and women learn the 
same management skills in differ-
ent ways and at different rates? 
 

• Are women able to learn new skills 
more easily than men are or do 
they take their personal goals more 
seriously? 

ence (pre-rating) and three to four months 
later (post-rating). The goal-effectiveness 
assessment used a five point scale from  
1-very ineffective to 5-very effective. 
For purposes of this analysis a 0.25 aver-
age difference in men and women was 
considered a slight difference and a 0.50 
average difference was considered a sig-
nificant difference.   
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About Discovery Learning, Inc. 
 

Our Mission:  
Collaborating to build healthy and sustainable organizations through  

experiential learning and individual, team and organizational assessment. 
 

Our Products: 
Discovery Learning, Inc. offers a system of well-integrated and highly effective 
training tools designed to meet the key learning goals of 21st Century 
organizations. Our assessment instruments and performance-driven simulations 
span individual, team and organizational learning objectives. 

 

Assessments 
Change Style Indicator 

Decision Style Profile 

GoalGetter 

Denison Culture Survey 

Denison Leadership Survey 

Discovery Leadership Profile 

Discovery Leadership Profile  
     for Public Health  

Discovery Leadership Profile  
     for the Public Sector  

Discovery Leadership Profile  
     for Educators 

Simulations Training Modules 
Paper Planes. Inc. Right Decisions Made Right 

PressTime  

OurTown  

Paper Scrapers  

AWAKA  

EdgeWork  

The Acquisition  

Research Summary Report Series 
 
Discovery Learning publishes a series of research summary reports tailored for busy 
managers, consultants and trainers interested in new and emerging knowledge in the 
field of human resources and organizational development. We strive to make these 
reports informative, useful and concise. The series includes: 

Number Report Title 

1 Readiness to Learn and Transfer of Learning  
– Is There a Best Time for Leadership Development 
Training? 

2 Selecting Developmental Goals  
– Manager Priorities 

3 Learning and Performing Management  
Behaviors – Who Are Better – Men or Women? 

4 Personality and Change  
– How Do People Respond Differently to Change? 

5 Participation and Decision Making  
Affect the Bottom-Line  

6 Organizational Culture and  
Bottom-Line Performance 

Number Report Title 

7 Debunking Myths about Decision Makers 

 
8 

Change Style Indicator and MBTI  
– Is there a connection? 

9 Business Benefits of Team Learning 

10 Development of a Simulation  
Classification System 

11 Discovery Leadership Profile 

12 Discovery Leadership Profile for Public Health  

13 Discovery Leadership Profile for  
the Public Sector  


